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Study of the Profelen, 1971-72 

As you know, our institution has been making an intensified aiKiIysis 
of our declining enrollment and the resulting f ioaxioial impact for 
the past two years. Our entire faculty becaa» well-aware that we 
had s-rious financial problems by winter quarter of 1971-72. 

In the spring of 1971-72, the former president f OMied a budget com- 
nittea cos^csed of the division chaim^n, the a^nistrative staff, 
two classified eiaployees, and any others who were interested in 
studying the subject with the group. The business la^nager prepared 
copies of all current budgets, with supporting documents, so that 
all financial information was available. These documents reported 
ail revenue and all eJ9endltures f r<«D all sowces , includinn? the 
taajor niaint«nance and operations budget, the student activities 
budget, athletics budget, bookstore budget, food center budget, lists 
of all payroll for all services (by individual). The coiaaittee 
exiiained the budgets line by line to explore ways and means of re- 
du-^ing costs. Copies of these budgets were furnished to e}X faoulty 
laecjbers , including these faculty roeiubers who did not sex^e on the 
coianiittee. Since approximately 851 of the general budget was de- 
voted to payroll und benefits, it becane evident that further sig- 
nificant cuts o<^nl4 not made in the other 15% of the budget. 

Wa all rscoijnized that previous sevez*e cuts had been made in the 
non-salary portion of the budget; for example, for two years vir- 
tually no equipment had been purchased, the library budget had been 
f^dtiecd, and no semi-capital improvements had been made. There were 
no salary increases in 1970-71 and only the minimum amount appreci- 
ated Ly the legislature was granted in 1971-7^. 

The budj^e^ committee discussed the possibilities of reconanendin^ a 
salary cut for all personnel in order to avoid the layoff of em- 
ployees. There was also discussion with the faculty concerning the 
possibilities of not using the 3% salary increase for salaries, and 
using it instead for the employment of two or three vocational 
instructors in order to be able to start programs in our new voca- 
tional facility. This, it was hoped, would attract new enrollmouts 
which would help the institution overcome its financial difficulties. 

Although all these possibilities were considered, the faculty recog- 
nized that a s?alary reduction which might have to be continued and 



increased was not a practical,, long-tem solution. Therefore, they 
reconauended that the niioiiaiin\ salary increase be allowed. (FortUTdtely, 
the State B<^rd agreed later to suijisidize three vocational positions 
for one y^ar.) The administration agreed with the faculty position 
and recomjBemied to the Board of Trustees that carry-over balances of 
approxiiMtely $52,000 be spent in order to defer the resolution of 
the problem tea^jorarily . The Hoard agreed with this recoaanendation. 

At the time that this teu^orury solution to the tnatter was agreed 
upon » it was xmderstood that the problem had a»rely been delayed so 
that ioore time could be allowed for careful study and analysis. It 
was widely recognized that the heart of the problem lay with a de- 
clining student population. It was evident that Grays Harbor College 
shared with other colleges across the nation the beginning of declines 
in enrollments, particularly in aeadeoic transfer programs. However, 
at this tine., a car«>ful analysis had not been made as to the exact 
nature of the enrollment decline and how that decline had affected 
each of the divisions of the institution. 

We x^re aware that efforts had to be iaiade to provide vqcatiohal 
instruction services for students so that this underdeveloped aspect 
of our collfei^e offer iiigs might possibly attract twre students to our 
institution. Itj addition, we were fully aware that Grays Harbor 
College had not been as successful as other community colleges in 
approaching a balance of approximately 50^ academic enrollment and 
50% vocational enrollment. 

Fortunately, we had cash carry-over balances which could be budgeted 
for expenditures so that as a collef'o community vre could afford the 
time to study carefully the details of the nature of our problems so 
that we might be in a better position to make wise decisions. 



II. Further Analysis of the Problem (1972-73) 

Early in the fall quarter, 1972, it was decided that we should util- 
ize the consultant "services of the Boeing Education and Training 
Unit. The Boeing program, known as SEARCH (Systems Evaluation 
Applied to Renewal and Change), provided an opportunity for the self- 
study of our institution<»l alanning and management. The participants 
in the SEARCH workshop included the administrative staff, the 
division chairmen, two representatives of the classified staff and 
a consultant from Boeing. 

Since the SEARCH participants were, for the nost part, the same per- 
sons w.io had studied the tinancial difficulties of the institution 
durinft the previous spring j, they did not have a great deal of diffi- 
culty in reachir.g agreement that the problem of gr*»At<»si- conc<»rP at 



- 2 - 



o 

ERIC 



Grays Harbor Coilefce was •*Pro3raniiiifig and Staff in?^ to lieet the 
Educational Needs of the Population." It was agreed early in the 
discussions that the priraar*; clemants of the institutional problems 
wBr«: (1) inadequate supoort levels as provided by the legislature 
for 1970-71^ 1971-72 anU 1972-73, and (2) the decUninf enrolliuent 
levels at Gr^ys Harbor CoUe^a with staffing remaining the same. 
It was recognised that there was need to study staff utilisation in 
instruction (by ^5HC division) , in professional non-teaching areas 
(librarians, counselors » administrators) and in the classified per- 
sonnel staff, in addition, it was ftaiy recognized that it would be 
ir.iT>ossible to separate enrolliaents and staffing from the financial 
support available.. Therefore, the SEARCH grouis assignee to the 
various roemfcers the several tasks involved in oaking a financial 
projection for 1573-7H and collecting the necessary data to analyze 
carefully enrollment sr.d staffing. Reports were brought back to 
subsequent SEARCH meetings and the data were studied careftiUy, 
analyzed and criticised. Continued efforts were mde to keep all 
eiaployees informed of the progress of the SEARCH group and most of 
the information developed by the gi^up was circulated to all 
employees as rapidly as posri il**, so that everyone in the institu- 
tion would have an opportune t * ';o call to the attention of members 
of the study group any defect which might be identified in the study 
process. The rraterial below ' intended to report as concisely and 
completely as possible the finaings of the SEARCH f^roup. 

It is widely understood among aUL of iia that the camaunity colleges 
are in the unfortunate position of not having information about a 
following year's (beginninc; July 1) fundinp; level until about April 
or May of the preceding academic year. Although this was understood 
by all, it was i^cogniaed that it tras ess«»tial that efforts be made 
to estimate our probable financial position for the 1973-7»f academic 
year. This task was done and is reported in Appendix A of this 
document . 

The center of the financial prol-lera is described in Point 5 in 
Appendix A. This reports reasonably firm facts and reaches a con- 
clusion of an amount referred to as a •♦deficit". This '"deficit" 
amount can be added to the additional "deficit** amount of $52,058 
which Is reported at the end of Point 5, Appendix A. The two 
"deficit* amounts added together amount to $283,090. This is the 
total expected dollar "shortage- we must overcome in 1973- 7^, follow- 
ing the financial assumptions made in Appendi/. A. 

The least firm estimates in Appendix A are, of course, ths amounts 
of increased funding which nay accrue to GHC from the state of 
Washington. That amount is subject to (1) action by the lepislature, 
and (2) subsequent action by the State Board for Community CoUsj^e 
Education. The governor has asked the legi-slature for a consio«%rable 
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inereisct in funding for the coiring bietsiiiaa. 

Assuming the legislatura should esopvo^e an incx^se in fxmdinsr for 
the system, two other wajor u2»known factors ^dll determina how Ck'ays 
Harbor Collefs is affected: (1) the sizQ of our enroilB5«nt projec- 
tion iw next year and (2) what modifications, if any are isade in 
the distribution~of< funds formula and ho^ these changes t;ill affect 
our institution. 

An understanding of the rationale of the funding formula and its 
ttsajor elements is very important in understanding the funding of 
c<»smunity colleges, therefore, a brief analysis of the general 
application of the funding fonaula as used in the comaunity college 

systeiB in Uasiiinjton will be given. 

The fundinfr formula is a device developed to distribute funds appro- 
pri-atod by the Washington State legislature for the Washington State 
cOTimunitv cf)lle?:e system to each of the districts within the system. 
It is not , nor has it ever b«^.^ intended that the formula be used 
as an expenditure pattern for any one college. Although each 
collepe is different fvm the others in tnany ways, system averaf^s 
and other system standards are used extensively in the formula as 
a mtians of trying to fund each college with equity relative to the 
cirher or, laore accurately, it is a device to distribute scarce 
funds with equity. 

Instruction Funding; The raajor principles in the forwula for fund- 
In^f f or^lnstructicn are: estimates are made of expected enrollments 
of stud«*nt& in each college in each of 12 clusters of cowses. 
These estimated enrollnents are stated in the f ora of student FTEs 
(full-time equivalent students, which is found by sunmiog the total 
credits of enrollment and dividing that sum by 45), Then system 
standard faculty staffing ratios are applied to each of those esti- 
mates to arrive at a hypothetical number of faculty members to be 
allowed for each cluster of courses on any one c€«t^us. This recog- 
nizes the fact that student/faculty ratios are^ on the average, not 
constant frore one coarse cluster to another. Thus, each colleF^e 
obtains its share of "allowed faculty members^' based upon the state 
standard for each cluster. This is then divided into part-time and 
full -tine total faculty persons to be funded on each caucus. 

After the number of persons has been conqjuted, the state average 
salary paid during the previous year is applied to the number of 
allowed full-time and part-time persons ard the dollar amount to be 
allowed is determined at the 100 « rate of formula. 

Instruction support staff allcwed is computed in much the same w«y; 
i.e., by state standards as explained above for professional staff. 
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Supervision in Instruction is a fix«?a or flat anwunt for each college* 

Employee benefit cof»ts are fuuded on the history of state systsn 
averag:e costs of such t«nefit3. 

Sv^>port costs (eijuipnmrit » etc.) are based upon system average his- 
torical costs by course groupings. 



Therefore, funding for instruction is based upon <1) sys tea standards 
in faculty (part-time and fuJl-time). (2) system standards for non- 
prof ersional personnel, (3) system ayerage salaries, C^) system 
average benefit costis^ C 5) system standard operations costs, and 
(6) flat antounts for supervision. 



This are? has been explained with scs&e dttaii because the single 
largest category of funding is for instruction. 

Librari es Funding - Libraries are funded by using principles very 
much li> 9 thos-s for Instruction- -system stani^d staffine at system 
avera«:e cost levels and at system standard levels xor support and 
operating costs. 

Plant Maiutfenance and Op er a tioivs Fundi ngr A soiaewhat different t 
of Krfncipies ~.^s api^lTed in the* area of plant maintenance and opera- 
tions funding. Differei>ces are recognized frora canqius to campus, 
such as sc)uare footage of floor space and acres of land. Once these 
kinds of di ff «§rv3nc«-j are recoj^mired, the formula then applies system 
standards to building maintenance', janitorial services v grounds 
iTi«irit-?nance', utilities-, administration i police, fire and safety; and 
trucking services. Staffing in any of these areas is determined by 
a state systom standard staffing formula with system average 
salaries*, operations costs are expressed in s*/steir standard aanounts. 

Student rervlces Funding^; Student services ere funded for administra- 
tionT counseling • KealtF services : admissions, registration and 
records*, student activities personnel; and financial aid and place- 
ment personnel. Agriin, these allowances are computed based upon 
system standard staffin*^, system average salaries, system average 
benefit costs, and Gyistem standard operations costs. In this area, 
however, the standatnls are dependent primarily upon beadcoun? of 
stude.'its rcther than student TlEs. 

Ad'ti i n i 1 ra t Ion F undin_^; Adniinistration is zunded, to a consider.3bl9 
extc At , ty "flat grcnt" amounts , such as f uiUs for one president yt-r 
campus, ons busines'? mar.9f,er per cair.pus, «tc. In addition, fixed 
amounts ere provided for support (classified) personnel for eacn 
campus . 
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In addition, fun4inj» is provided for purchasing; cashiering; payroll; 
personnel administration; and budget ing^ accounting and x^iportix^. 
This funding is based upcii principles dependent up»on system averages 
of benefits, system standa^-^ds of st^pnrt costs, system standards of 
operations costs, and system averages of tnirsonnei costs. 

From the previous d«iSC£iption, it is evident that, although real 
differences are recognized at the district level, the funding is 
has 3d i^on objective and hypothetical levels of staffing, support- 
ing and operating. These areas are then funded on the basis of 
system standards in each applicable area< 

Unfortunataly After this con?>utation is roads of 100% of formula, 
the system r' ves £vgbi the legislature a much lesser percentage 
of total funv* Tot example, in 1^72-73, each college vas funded 
at 55.i*3^ r*ather thaii 100% of its forraula aaount. 

In any cace^ our college will have to benefit beyond any realistic 
expectation f: om a niaj or system increase in futiding in order to . 
cover the **d?ficit" of $283,000 estimated in Appendix A. 

Unfortunately, iristitutional plans nntst proceed on the assumption 
that a large portion of that "deficit** vdil not be covered by in- 
creacad funding. On the other hand, optimism nust be isaintained 
that som of that anount will be x^duced by increased funding from 
the legislature. 

In studying the financial situation of our in;?titution, it was evi- 
dent that we have shared with the entire coiiowinity college system a 
decline in the dollar support per FTE since 1969-70. This situation 
is illustrated in Appendix B in this document. 

It can be nnted that the level of fun^^tng in 1969-70 was in the 
neighborhood of *925 per FTEj virtually the same level of funding 
in the system existed in 1970-71; in 1971-72, because of financial 
difficulties of the entire state of Washington, the funding level 
per FTE in conmunity colleges dropped to approKinately 0835 per 
FTE. The amount increased slightly in 1972-73 to $842 per FTE 
throughout tha system of cofiraunity colleges. 

At the snn-s tirrtS that the financial aimlysis was bein? made, other 
members of the SEARCH rroup were makin? a careful study of o^ir stu- 
dent onrollnienT history and prospects. It bocaufe very dear that 
in addition to the direct financial stress of a declining support 
level, which we shared witn the system,, we were also experiencing 
enrollment declines and a failure to reach projections of enroll- 
ments at our college. This information is provided in Figure I. 



Fifur^ I 

-£nroli:nent Summary - Annual Averages 
r,j.ivs= Hari-or Coll«f,e 
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Tctal Day Might Day Ni^^ht Vocational 
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201 


1,080 


1,979 


28.3 















e3tit.jatc iftor fall quarter i'^72 
projected 



It is fevld«nt from Figure? I that we have met or exceed our pro- 
jection only once Jurinj^ the last six years (including the current 
vear'5 oitiwat^). In addition, during 1971-72 and 1972-73, total 
onrollr-r.ts h2V<2 declined. This has occurred despite the fact that 
we h hi J incr-s-esed nt enrollment in eveninp, pro5»rams over the 
l2vei of those pro^r.^'amn in earlier years. Therefore, the increased 
evening cnrollnort level ha?? ••pi^otected" tha institution and has 
tcvi i-d'to obscure the cnrollirf'nt declines actually e>^erienced in 
day c3af .i^r. 

Having, earlier recognised in our analysis of our eKpenditui»es pat~ 
tern at Grny3 Harbor College that we were e.spending approximately 
85% of the total maintenance anU operations budget to pay salaries 
and benefits, determined that it would be essential to analyze 
:n detail our ''staff inji j.atterns" at Grays Harbor College as they 
relate to sotre 'outside" criteria. This was possible because of 



the availability of coinparablv lata fr&a th« State Board for Cora- 
iTf'initv College Cducdtien oi^ a eyst<»ia basis covering all coofflninity 
colUf^es in th*s state of Waehirp.VtJn. 

Ttia first comnarison which was ma4e was an analysis of student/ 
f&cuXty ratios. This enabled us to cosopare the st\ideat/f acuity 
ratio for each division at CHC with coin{iarable statei^ide student/ 
faculty ratios in comparable course clusters. The value of such a 
con^ariaon is that it allo*^ed an objective comparison with an out- 
side reference; it also made it possible to detenaine ob5ectively 
bow institutional resources are being used as compared with the 
entire coaammity college svstem. 

rinding^s by divisions 

Figure II below indicates the student /faculty ratio by division at 
'SrtC fot' fill term 1972 and shows the coii5>arison with statewide data 
based upon data obtained from the SBCCE for fall tens, 1971.^ 



Figure II 
Student /Faculty Ratio by Division 
Day Academic and Vocational 
Grays tiarbor College 



Fall 1372 Fall 1971 

Division G.K.C. Statewide 



Life Science 


19.705 


26.29 


Business Actoinir.tr3tioti 


19.788 


21.12 


English- Spefe'.'h 

Phyaical Science-ftathemstics 


17.378 


22.93 


19.985 


23.67 


Social Science 


2$. 557 


30.82 


Humanities 


13.067 


18.35 


Health-Fhysical Education 


12.672 


16.10 


Vocational 




13.56 



As shown above, GKC is significantly below statewide averages in 
each of the divisions- Tae primary reason for this fact is that 
overall enrollments at the collepe have declined while there has 



»*«At the tin»e thia analysis v.'-s completed, syster-wide data were not 
available for fall quarter 1972 from the State Board for Corrimunity Col- 
lege education. 
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be«n an Internal shift away fi'o:!! ac^deoiic instruction and tmrard 
vocati'.mai instruction. With th? number of acadesnic faculty re- 
maining relativoiy constant and xh^ nuntl^ef of iStudents enrolled 
in academic coui^flea Ueclinini-, the direct result has been a slg-- 
ttif leant reduction in studetit/factiltY ratios for several years. 
This is shos^n i« Figure Hi below. Two in»j>ort8nt statistics are 
very apparent from the data r^orted in Figure III; First, the 
nurijer of day academic FTE students has declined to virtually 
the same number as in 1564^ second, during this same period, the 
nunifcor of FTE faculty has risen Craa 30 to **0,6M. The result of 
these two factors is a noticeable drop in the student/faculty 
rat^.o. 



FigiO^ III 
Student/Faculty FTEs 
Day Academic Only 
Grays iUrbor College 



L" »■ ■ M -.lll»fc. II I II ■ 

Student/Faculty 



Fall 


FTE Faculty 


FTE Students 


Ratio 




30,00 


760 


?6.00 




3fi.91 


921 


25.54 


1966 


33.01 


948 


27.90 


ISO? 


37.55 


974 


25.93 


1963 


38.39 


917 


23. S9 


19G9 


41.06 


963 


23.45 


1970 


«+2.67 


914 


21.42 


1971 


U1.72 


vo: 


21.59 


1972 




788 


19.32 



Although over- all enri>ll3ents have declined in recent years, par- 
ticularly day acar^emic enrollnjer»ts , Prays Harbor College has ex- 
rerienced i-sijjnif icant {jpowth in both vocction^l and continuing 
education enrollments: . These trends arc shown in Fipiure IV. 



Figure IV 
Student fTE Lnrollnient 
Grays Harbor Colleire 



Fail 



Academic 

rri: 



Vocational 

FTC 



Continuing 
Education 
FTE 



196 & 

197i 
1^72 



700 
921 
9*4*3 
97U 
dl7 
9C3 
9tu 
901 
7CfJ 



113 
89 
105 
1S6 
159 
171 
189 
218 



65 

109 
121 
159 
227 
319 
281 
300* 



* estimate 



From the data shcvn in Figures III and IV above, it is very apparent 
that a p.isneral condition of "overs taffing" in the instructional 
areas has res.ultfid at IHC when c^ither statewide data or historical 
references are used as a basis for comparison. The reasons for 
this condition, of course, are declining enrollments and an enroll- 
ment shift fi^oni academic fi**lds toward vocational fields and con- 
tinuing education. 

Findinrs in Other Areas 

After an analysis of professional staffing, comparisons were made 
on all other categories of personnel in an atteiapt to obtain the 
same kind of comr^arison between GHC and the remainder of the state 
conroanity colle^^e system. Us in,*:! institutional and statewide data 
provided bv the State Board for Community College Education as a 
basis, it was possible to conipare the following categories of per- 
sonnel: (1) non-teaching professional personnel (see Appendix C), 
(2) librarians (see Appendix D), counselors (see Appendix E), and 
classified employees (see Appendix F). 

When all non-teachin*'» pc?rftonnei at GHC are compared to the state- 
wide average, the ratio of FTE students to FTE personnel is slightly 
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above , the statewide averdc'c ( IQ : i -12 j 1 ) :Jtat istically . How- 
ever^ Orayj Harbor Coll-^g^ ^^anks <»xactl5 the Uiedian araong the 
22 comnunity college iistrlcts. 

Because the cstegory "non- teaching prof sssional personnel'* in- 
cludes severai categories of pr-of assionals , the study was refined 
further. This refinement included separate comparisons of librar- 
ians and counselors at 3KC with statewide averages. On the basis 
of m: Ftudentt; per librarian, GHC is virtually at the state 
avsrar.e. U'hen counselors were coaipared* it was found that GHC is 
sli^iitly below the state average*, i.e., thwe are more FTE students 
p^-r cours^lor at GHC than on a statewide basis. 

When clas-iified personnel were compared with each of the other 
t ornniunity collcri?.= in the system and with system averages on the 
basis of employees to FTC students, GHC appears to be sli^tly 
above the state avcraae. That is, there are slightly i^Jre classi- 
f ie:1 personri^sl per FTt student at GriC than is average for the state 
rysteni. 

In addition to exaraning personnel ratios for GHC and for the 
systeci as whole, it also seemed necessary to do a functional analy- 
sis of all administrative positions and all classified positions. 
T:ierefore» each full-tiae administrator was asked to analyze his 
job functions around a four-part questionnaire (see Appendix G). 
This allowed a rr-ore careful study of the needed duties and the ex- 
tent to which job functions were receiving adequate attention. 

A similar kind of study wa^ conducted for all classified positions. 
In this case, each erploying official was asked to analyze the 
duties of each classified person under his direct supervision (see 
Appendix H). On the basis of thir infonration, we were able to 
ar.alyxe better the need for existing classified personnel. 



III. Study cf Staffirr 

Since it was clear, according to this study inathod, that the major 
staffing difficulty, raiative to available funds, was in the area 
of t<?nckLng personnel, an analysis was made of our teaching divi- 
sions as relate f to scatewld<2 averages in comparable course proup- 
incs. For ar airs Is purt.oses, th*i statewide ^iverage student /faculty 
ratio vas compared to oiir student/faculty ratio by instructional 
division. This comparison was done with a technique which could 
provide an ansv;er to the question: If forays Harbor College had the 
sane student/faculty ratio as the statewide stn/Jent/facsulty ratio, 
how many (more or less) faculty nenibers ^/ould be jefi'iir^d, 
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division? It was found that t?veiy one of our divisions? would need 
fewer faculty marabers than we nov tiavo. This finding is reported 
in detail in Appendix I. 

As we know you are aware, the SEARCH group contini^d, veek after 
week, to devote efforts toward various possible solutions for our 
financial dileiuma. Two major areas were explored: 

1. Cutting costs other than personnel costs: 

2. Increasing student enrollment* 

a. Developin^r new and different kinds of cotirses; 

b. Attracting other than "usual" students (a recruiter was 
orsoioyed for si:< ninths); 

c. Attracting veterans (a special recruiting staff was eroployed 
vfith federal funds)*, 

d. Wore intensive recruiting in high sdioolsj 

e. ttore effort in continuing educationj 

f . More athletic recruiting*, 

g. Developing or securing better student housing*, 

h. More niass media recruiting efforts. 

Several of the ideas on increasing enrollment were continued or 
implomented for the first time. Two or three of them were very 
successful- but their success did not reverse our overall trei*4 of 
declining enrollments. 



In our study efforts, we recognized the need to try to detemine 
whether our trend of declining enrollments tfas likely to continue, 
level off or turn upward. Obviously, if the trend appeared to be 
short-run in natxire, other possibilities might be open to our 
college. 

Members of the group made enrollment projections for the next five 
years. The findings were not encouraginp: , but the study ?roup 
realized that planning must proceed with realistic assessments of 
the future. For planning purposes, there are two important enroll- 
ment statistics which should be considered. They are (1) the total 
number of hirh school graduates in the service area, and (2) actual 
enrollment projections for the future. It is apparent that the 
latter is dependent, in part, upon the former. Based upon the data 
stuiiad by the SEARCH group, it was clear that there had been a 
substantial drop in the number of high school graduates in the GHC 
service area from 1^71 to 1972. This decline was from 1,**67 to 
1,211. 

This drop had a significant impact upon college enrollments in the 
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fall quarter, l'37i, Tl.ese stv^ti^tics indicates? another drop 
to 1,163 for the 19'/;^ graduating classes. From 1973 through 1976 
it is estimc»tevi that the nutrber of 'graduates will stabilise. It 
is important to note^ howevet\ that Grays Harbor College continues 
to get a r-alatively high percentage of graduating ssniors from the 
service area which is withji:i ooitanuting distance. For this reason, 
as well as because the college vocational prograass are growing, 
it is estinated that the number of annual average FTE students will 
be relatively stable through 1977, but will not exceed 1,«*75 at any 
time during that period* Unfortunately, that maxinun Is only 75 
students above the mojuber we expect in 1973- 74. 

In the latter portion of the series of SEARCH TOetings* it was 
clear that a reduction in professional staff oight have to occur. 
(A policy' for this purpose had alr^dy been adopted by the 
Board for classified en^loyetts.) It was agreed that principles 
should be agreed tipon by the g^raup to guide the development of such 
a policy for professional en^loyees. The following are the prin - 
ciple J written by the study f roup. 

1. Grays Harbor College exists to provide the best educational 
opportunities possible for the residents of the college district. 

. Limiting factors in this goal could be finance and student 
enrollment. 

. For these reasons, a n«ed may arise for reductions in staff. 

2. Va mu^t keep in mind concern for the welfare and rights of o\ir 
fimployees . 

3. Any plan which affects students or en^loyees must be fair and 
objective. 

u. The concept of seniority should be central to any plan fca? re- 
duction. 

5. Staffing ratios should be one of the guides in achieving real- 
istic staffing patterns for faculty, administration and classi- 
fied. 

. The analyses of staffing ratios should be at the division 
level ^ or at a comparable craployraent level for other services. 

. Where there is a case of ''validated" overstaffing, and where 
it can be demonstrated that there will be no harm or limited 
harm to necessarv programs, reductions may be made. 



- 13 



, It must i>e iCknowlcdjT>->d that -:taf in,: ratios vary, *or sound 
reasons, fro". divislor. to division, jiropra'Ti to prof?rain, and 
tToni service utii-t to gorvic» unit ac the case may be. 

Aft«r these guidelines were dt>Vt»lop£d, the ^j.t'oup was requested to 
review and criticize a formal RXT policy docutnent which had suose- 
quently bean prepared by our as'^istant attorney general. The ^nxjup 
did so and assisted in cli{5s»eminatinp infomation about it to all 
th-' faculty. 

Th« GLARCh group then referred the . document for further considera- 
tion and negotiation to tha administration and to the facultv asso- 
citttion. Thereafter, the policy statement follov?e4 the usual 
channels of nepotiations and vfas adopted by the Board of Trustees 
on March 7, 1973. 



Further Stud',' of- Staffinj* 

After the SEARCH study was completed, conversations were bep.un with 
the ad hoc comrattee of the GHC Faculty Association about the de- 
velopnient of a reduction in force policy for Grays Harbor College. 
Concerning the study of staffini?;, the faculty comuiittee requested 
that t^je policy call for the president to consider the enrollment 
and the trends in enrollment for not lesa tlian four consecutive 
quarters, if applicable^ and tiieir effect upon each division. The 
president a<freed that it was appropriate to consider such informa- 
tion} therefore, the policv stateinent was ;nodified accordin«»ly. 

With the bjj^rinninp: of the winter term, an additional quarter of 
data becane available therefore, a four-quarter study was con- 
ducted and included in this furthar analysis were: winter 1973, 
fall 1973, fsprinf^ 1972 and \-rint*^r 1972. The student/ faculty ratio 
was cor.puto-1 ^or each division for each of those quarters using: the 
same method whicn was arjplied to the fall 1972 analysis and which 
has been r^^ported above in this document. The» four quarters were 
th^s-n averaged for aach division in order to eliminate atypical flue 
tuations in ratios durir.j^ the four-quarter period > and to confirm 
or denv that th«» fall 1972 quarter data represented a trend. The 
Grays tiarLor Culle^'.G divisional four-quarter averaj^es were then 
tested arainst the fall 1971 system data averaif^e ratios in compar- 
able course groupings. Again, and ucin£ the same technique, the 
question was asked: If orays Harbor Collere had the same ratios 
(on the average during the most recent four consecutive quarters) 
as the statewide student/ faculty ratios in fail quarter 1971, hovr 
many (more or less) facultv members would be required, division 
by division? These dat^i have been added to the comparable earlier 
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data in Af-eiiJix I. it.« conclu."5ion>*. , in zeueTSLl^ confirmed the 
earlier finiiin^TS of t';ir.> SE^nCH i-Toup. The enrollrients at Grays 
Harior Cciiec-:' durin; fjU l-^'^i' ucv& not atypical except in the 
case of the division of phv. ileal scifence.-matheinatica , where the 
student/faculty ratio over the four-quarter period was consider- 
ably h if her. 



Adniinistrativ? Conclusions ar.d Decisions 

After the SIA^CH ^roup finished its study and analysis ♦ and after 
the conclusion of the additional «tudy reported aisove, the collejje 
alministration accepted the responsibility of reaching- conclusions 
froTO the rindin.!:^s and making the difficult decisions which those 
conclusions uemanded. Those conclusions follow. 

It is the consiidi»red administrative opinion that GHC is overstaffed 
in teachini^ personnel relative to statewide averages and institu- 
tional resources, and the resulting decision is that we are forced 
to a reduction in force of profe;?sional employees. Unfortunately, 
we must adjust our student /faculty ratio upward by division to a 
point approxi-nating the state average luvel because of a lack of 
funds to allow the adoption of a more favorable standard. An opti- 
mistic evaluation of the financial prospects for our institution, 
based upon ati increase in funding, would require a reduction of 
from 10 to 12 full-time faciaty members. (Mote particularly Appen- 
dix A.) An examination of enrollrotnt data would confirm this con- 
clusion. (iJote particularly Figure III and Appendix A.) (Figure 
III -::hovrs that we have 10. nwre faculty iBeu^rs in academic in- 
struction in 1072 than v/e had Cwith a similar nuinber of student^ 
in li6H. Th^ standard utilized in Appendix I identifies "over- 
staff in;-" by a total of 11.45 faculty weiftbers.) 

Regretfully , after full coni:i deration of the facts of this study 
and verv careful judgem^jnts to protect all instructional proRrams 
as coranlotely as possible, we are forced to the dtcision that 10 
full-tiine faculty fnembers and 3 part-tine faculty merebers roust be 
laid off. 

On the basis of comparisons with state averages, as well as an 
analysis of functions, sta^fin? for counseling services and library 
S€;rvices is at an appropriate level. !?eductions in either of these 
two areas would substantially reduce the necessary services. 

In classified staffing, it has been determined that current staffing 
is at a level which is needed to provide the necessary services. 
Reductions would lead either to inadequate maintenance of the cainpus 
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or to lack of supi-sort for prc>f*>sriionai personnel* This conclusion 
is based ;^on the curront staff int ratio and rcsr>onses to an admin- 
istrative survey of cla;:sifi«^? pei-jonuei fanction'i as evaluated by 
employing orficiels at the colleii-i. 

The current level of full-time administrative staff inrr is at a mini- 
mum for the services and supervision which are required. Seven full- 
time administrators? provide the i^eneral administrative services for 
th3 college each of these positions is recognized in the funding 
formula utilised by the State Board for Conanunity College Education. 
A reduction in any of these positione should have a serious adverse 
effect on program davelopraent and/or supervision. 



Suntmary of Major Criteria to be Utilised and Expected Effect on 

Curriculum 

The administrative decisicn concerning the findings repwted in 
Appendix A is that we must reduce the teaching; faculty by 10 full- 
time positions and 3 part-ti'ne positions. This vrill reduce *y ap- 
proximately $136,000 the expected "deficit*' of $1^2,760 estimated 
in Appendix A. This proposed reduction of faculty members has 
necessitated, of course, that the administration identify the par- 
ticular faculty members who would be laid off . This has been done 
by analyzing, division by division, our staff in<5 ratios as related 
to the system averages as explained earlier in this document. 
After establishing by tnat method the extent of tiie 'ovcrstaffin^" 
in each division » the particular facul':y membt-rs to be laid off 
have been identified by their having the lowest level of seniority 
vithin their divisions. Thus, the most junior members in each 
affected division have been selected for layoff as required in our 
reduction in force policy, with one exception. The exception is 
found in a division that requires the lay-off of one faculty member 
who is not th'? member with the least seniority. The college would 
lose needed courses and/or programs if an instructor more junior 
were laid off. However > the lay-off of the selected faculty mem- 
ber would not result in the loss cf needed programs. 

The detailed and extensive analy$<is of student/faculty ratios at 
Grays Harbur Collc«;te as compared to the student/faculty ratios in 
the Washington State conanunity collei?e system has been reported 
elsewhere in this document. The data for GHC for the four most 
recent quarters and data for the system for fall 1971 are the most 
recant comparative data available. (We have established elsewhere 
in this document that there is a close relationship between state 
averages in feneral and fun.lin?: for any one campus.) 
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The princi:.<al effect on currlcijlu*-n wi.ll be that the frequency of 
son« course off«T«in?..-i will i^is lovrerod. flat in some courses may 
not Lo oft'ereJ y-icu qjarror or 'tach ye;tr, but will be kept in the 
curriculum. In soifle cases, fev.er secticns of some courses may be 
offered each quiitei*. In come caaes, courses may be cJropped, 
Courses that will be dropped will be mostly those that are elec-* 
tives for which the students will be able to make substitutions. 
?!ost, if not all, of the decisions about which courses will be 
offered will be tnade at the division levels consistent with our 
puruoses, and In the best interests of our students as recommended 
by division membership. 

'.i'e believe that the divisional faculty recommendations on course 
ox ferings with, a reduced faculty will be carefully considered by 
division taeiabers so that no future students will be deprived of 
essential courses needed by the students to accomplish their de- 
gree or vocational jfoals» We believe that the decisions which will 
be required are of such a natui-e that our total course offerin^is 
v.'ill be affected very little. 

After the conteniplated reduction in professional staff . it is true 
that the variet/ of courser available for student election in any 
one quarter will be more restricted than at the present faculty 
staffing level. The following material analyzes, division by divi- 
sion, the expected effect of that proposed reduction in the nu]!d>er 
of faculty menbers. 

L ife Scie nce Divls ioiJ 

3o?n»i ad justments tnav be required in this division and way brinp? 
about scr,e reduction in offerinr.s or the offering of courses less 
frequently, flowever, we have been able to continue most of our 
offerings this year with a reduced staff (occasioned by staff mem- 
bers being on leave) and it in apparent that we are maintaining 
a balanced program. If courses are dropped or offered less fre- 
quently, the division will develop a curriculum that best uses 
our resources., and best serves the various needs of our students. 
However, it is not e>:pected that any courses will be dropped. 

Buatnes s Administration Di vision 

Some adjustment may be necesuary in course offerinps in this divi- 
sion, but it will be small and iihould not adversely affect the stu- 
dents. If courses are dropped or offered less frequently, the 
division will develop a curriculum that best use? our resources and 
best serves the various ncerls cf our students. However, it is not 
expected that any courses will be dropped. 
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English-Speech Division 



Because of declininr enrollnetii;; :ind chan^^im requirenients for the 
transfer students, th^ division h.is been able to increase its offer- 
ings in literature and sp^^.ech, giving the studients more choices 
toward their goal of -insociate ie^^rees* If courses are dropped or 
off ired less frequently, the division will develop a curriculum 
that best uses our re.^ources and best serves the various needs of 
our students. However^ it is not expected that any courses vill be 
dropped- 

Health and Phyi^ical Educatio^ Division 

Becauae of declinin?^ enrallments and changing i»equireti»nts f or the 
transfer students, this division has been operating with a low 
student/faculty ratio and rolativrly few contact hours. It is 
expected that in the future, senior staff will necessarily assume 
a heavier workload. If courses are dropped or offered less fre- 
quent ly» the division will develop a curriculum that best iises our 
resources and best serves the various needs of our students. How- 
ever, it is not expected that any courses will be dropped. 

fio cl^l Science Division 

Due to declining enrollments several new elective courses have been 
offered in this division dur I nr the past few years. Faced with a 
reduction in force, these will have to be reviewed. If courses 
are dropped or offered less frequently, the division will develop 
a curricui\iin that best uses our resources and best serves the var- 
ious needs of our students. However, it is not expected that any 
courses will be dropped. 

Science and nathetnatic s Div ision 

This division, like most othei^, has been able to reduce student/ 
faculty ratios because of declining enrollments. With a reduced 
staff, some chanj^es my be necessary. If courses are dx»opped or 
offered less frequently, the division will develop a curriculum 
that best uses our resources and best serves the various needs of 
our students. Hov&ver, it is not expected that any courses will 
be droppeU, 

Huni anities £i v ision 

The Huroanitiei Division student/f&culty ratio has been lowered due 
to declining enrollment and changes in specific student needs. 
The tr.usic program has been enriched considerably during recent years. 
It is now necessary that we analyse the program with the view that 
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we must try to maintain a basic program from tha standpoint of music 
majors and othars at a lover cost. Some of the part-time instruction 
in music can be obtalii-r^d p.'ivat^iy. This will cost the student more, 
but if he were to leave hOr.ie to attend coil^f^e, that would be con- 
siaerably <i«re unpens ive. 

The division will necesaar^iiy reorganize and change teaching assign- 
ments, but the plan will be made by the division, consistent with 
our purposes and student needs. Therefore, some part-time instructor 
courses and possibly other electives may have to be dropped or offered 
less frequently. 

Vc^eational Oiv ision 

Because of the s^eneral emvllirsent and funding prdblea, this division 
must to r-tudicd to discover possible savings- 

It appears that the prudent thing to do under present financial con- 
ditions is to reduce the welding offerings at the college to those 
that serve the purposes of those who would benefit from some skill 
in welding, bat who are training for another occupation. Therefore, 
soiRe weldin* instruction may be lost as a result of this reduction 
in f&rce* 

Administ ration Plvisfon 

There are two areas of administrative service which will be lost or 
consolidated as a result of a professional staff reduction. The 
first is the public information service; this is indeed unfortunate, 
but this service is one the institution can eliminate in an attetnpt 
to maxinize institutional resources and at the saoe time protect 
instructional progranjs. The second administrative area which will 
be affected is the position of Director of Athletics. These duties 
can be consolidated with those of the Director of Student Activities, 
raakinr, it possible to drop the position of Director of Athletics as 
a separate duty. This is, of course, unfortunate, hut it is a 
necessary reduction at a time of scarce resources. This consolida- 
tion will put an extra burden on the administrator in charge of stu- 
dent activities and upon the coaches, but it will not be necessary 
to l:K3e any of the needed duties. 
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Appendix A 



GRAYS ttAr HOv. COLlt-ll, 
rinanclai Atw^hf^lo for 1973 - 1!?7»* 



1. S^'Sterc vs. cue infcficiticn 

V 1,020 ztste support per rci: for CHC 

state support per TTEr systtsm average 
1,^^2 state support per TTl: requtssted for system by State Jioard 
for Coiranunitv Colle^a Eaucation for 1973-19VJ* 



r.nrollnt'nt infortnation 

CiHG support for this year Is Used upon 1,»»95 PTEs. It appears we 
will have not aiuch wre than 1,U00. 

3. tistimate of the value of tha loss of marginal FTEs f or ^HC (eliminat- 
ing •* flat f^.rant** element). 

95 X $7D3 = ;7«* ee^O drop in revenue (n^xt year compar*?d to this year) 
(Si¥e esti'vvclon mathod, following paf,e , Iteis A) 



u. Other financial factors 

i 5? . 570 carrv-over balance currently being ejqpended 

3ji»352 current y^aar f subsidy allowed under the current formula 

for 1 ,*t90 TlLs 
19,00D special subsidy for new prof,rains 
7^,800 see Iterf. 3 above 

lt»,OCO "cutbacks" currently experienced (equipment, etc.) 
15 ,000 conservative estimate of inflation and increase in croploy- 
raent benefits (icncres library inflation) 
8»250 losss in operating fees (from students) 

8,000 **catch up*' on equipment purchases (new vocational programs, 
etc. ) 

? salary increases, classified ($53,000?) 

? salary incre:u=eo^ ri'ofessional (11.5^, R.5i?) 

? <»xcfss of sp«rnding over total of buclget this year 

$231,032 total "deficit*' situation for next year 
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Appendix A 



a) FTL pro::ectior. for :973-1'37** ^ 1,.M0D. 

b) current valuo of a.^ch TTL vitnout subjsidy s c-^SS (See estima- 
tion int2thoJ fcilO'.^lnr pa,r«2. Item 3) 

c) aysuneU levels of lundinr increase = 3^., 6^, 9^5 

X) ^955 at 3'';j a 5 **0,ilO 
5) $965 at 6Kj = 80 /^^'O 
3) $95S at 9-: = 120,330 



Best estimate: 

$LM1,CJ2 - $120,330 s $110,702 net "deficit" 

52,058 additional fonaula support x^eeded to cover special allocations 

(See following na^e for listing. Item C) 
52,0i»8 t ilir.702 = 31&2,760 total «»definit" 



ERIC 



Appendix A 



LtijUTnated losses front urojactesi enro l lirsent decline 

1. $l,*+28,i*H6 s forinula state su-port (at S5.«*3^) for QllC . 1972-73 

t«/ithokit HUhciUy and othdr special aiiocations 

2. :^5n,C00 ■: 1,£*93 a vl67 flat f»rdnt par rTE 

3. $955 - vl67 = *78d a'rount per TTZ for QHC at the margin 
2796 X 35 a $7'*,860 loss in dollars from enrollnent decline 



L-itintated tr. aing from increased forreula support levels 

1. '♦28,4*»8 a formula state support <at 55.43%) for GHC, i<?72-73 

without subsidy and other special allocations 

2. i 1.495 = $955 state support per FtE without subsidy 

^'^SS K 2l = ij2a.65 increased value per FTE at 3% increase 
$23»CS X 1,**00 s 'o**0,llC total increased dollars at 3% 

b) $^55 Jt 0*1 = $57.30 increased value per FTE at increase 
^57. 30 X 1,400 s 080,220 total incivased dollars at 6% 

c) X 9^^ » $85,95 incfti?»«ca value per FTE at 9"* increase 
^65.95 X 1.400 s $120,330 total increased dollars at 91 



Incraa»€:J for^nula duppwrt necessary to cover continuinjt; the sug^rt 
of «5pectal al lr>rati»>ns rftceiveJ this year 



need 252,058 rrotn increased formula support (55.43% + 3.77% a 
59.20t) to r*'v«r Gpoci^^l allocations which are not part of our for- 
mula svt*FQvt this year. These special allocations are: 



Innovative funds $ 2,000 

Library grant 3,014 

Retirement appropriation 3»463 

3% salary increase 30,708 

iiealth insurance appivpriation ^^>§2? 

TOTAL 2Vi:vJM AM,OCATI0:4S, 1972-73 $52,058 
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Won- teaching Professional Persormel 
HIG-L, Copmunitv Colieirte System 





lion-teaching 


Student 




College 


Personnel 


FTEs 


Ratio 


Spokane 




7,592.1'* 


184/1 


Yakiina 


19. 


2,96a. 38 


152/1 


Centralid 


18.46 


2,662.99 


144/1 


Clark 


22.08 


2.8»*5.34 


129/1 


QIyM>ic 


23.28 


2,985.8*f 


128/1 


Lower Columbia 


12.76 


1,588.98 


125/1 


Shoreline 


35.92 


4,299.38 


120/1 


Graen River 


2»».«*3 


3,605. lU 


119/1 


Highline 


39. 33 


4,297.70 


109/1 


Tacoroa 


32.21 


3,430.55 


107/1 


Grays Harbor 


13.10 


1,349.78 


103/1 


Cverett/Ciliaonds 


51.83 


5»249.39 


101/1 


3ellevue 


3^.31 


3 .194.70 


99/1 


Columbia Basin 


26.00 


2,563.21 


99/1 


Ft. Steilacoom 


21.78 


2428.71 


99/1 


Peninsula 


10.37 


926.20 


89/1 


Seattle 


119.58 


10,265.72 


86/1 


W6natche>^ 


17.52 


1,451.25 


83/1 


v;alla Walla 


20.67 


1,513.55 


73/1 


Skagit Valley- 


20.26 


1,997..:)6 


65/1 


Big Dend 


15.91 


1,013.01 


64/1 


Whatcom* 




147.61* 


JL7/1* 


TOTAL 


618.57 


67,934.02 


110/1 



^'^Omitted from contputations of the average because of 
nature of their programs 
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Collere __L_ii^arians 

Spokane 5.00 
fii^hline '♦.07 
YaKima Vallev 3.3S 
'^noreXlne 5.00 
Centraiia 3.10 
Taconta '♦.00 . 

Seattle 12.61 

Ivtarett /Edmonds Z^*^^ 
Grays Harlxsr l.SO 
Green :^iver '♦.^0 
Clark a. 30 

Ft. Steilacootn 3.0.0 
Olyctpic 5.00 
Low^r Columbia 2.7h 
Bellevue 5.85 
Sk'Vtit Valley 3.75 
Colu:3bia E-sin 5.00 
liie, I>*»rd 2.00 
'Jalla Walla 3.00 
Peninsula 2.00 
We r.a tehee 3.5C 
Hhatcom-*^ l-OO.^' 

TOTAL 



^Omitted from computations of 
thftir programs 





Students per 


FTCs 


Librarian 


7,592.1^' 


1,518.40 


4,207.70 


1,055.00 


2,9&3.33 


88<*.00 


U, 299. 33 


859.87 


2 662.59 


859.02 


3.4^30.55 


857.63 


10 265#72 


801.38 


5.2^9*39 


7«*9.90 


1,3**9.70 


7U9.80 




735.70 


3 jaj+s.s** 


729.95 


2*12S.71 


709.57 




597.16 


• i,:.«s.58 


579.01 


3.19'f.70 


5U6.00 


1,397.06 


532.00 


2,558.21 


517. 2»* 


1.013.01 


506.50 


1,518.55 


506.18 


926.20 


U63.20 


1,1*51.25 


Hm.60 


1«*7.61^- 


1«*7.G1* 



7U8.m 
(Average) 



^he average because of nature of 



90.77 67,933.9H 
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, GRA^'Si ItAKijOR COLLEGE 
Community Coli^'j^c Counselors 
^January, 1973 



Students per 



CollefFe 


Counf:«2lors 


FTEs 


Counselor 


Spokane 






1,582.00 


Shoreline 


5.01 




853.00 


Lower Columbia 


1.9S 


1,588.98 


802.00 


Centralia 


«*.0S 


2,662.99 


657.00 




5.27 




539.00 


Taccnia 




3,430.55 


519.70 


Columbia Sa^ln 


5 . 00 


2,568.21 


513, 6** 


Walla '.'alia 


2.97 


1,518.55 


511.00 


Grays Harbor 


2.70 


1,3H9.78 


'493.91 


Ft , 3teilacooTr. 


V.32 


2,128.71 


«492 . 00 


Yakisna 


6.03 


2,96:^.38 


485.00 


Skagit 




1,93" /6 


466.00 


Everett /Edmonds 


Xt,d2 


5,249.39 


444.00 




6.79 




439.00 


Hii'hltne 


11.33 


**,2<I7.70 


363.00 


Beilevuo 


8.02 


3,19*4.70 


362.00 


Peninsula 


2.67 


926.20 


346.00 


Seattle 


29.85 


10,265.72 


343.91 


Green iRiver 


5.<*9 


3,605.1'+ 


292.00 


Big Send 


U.SO 


1,013.01 


225.10 


'v'enatchee 


6.149 


1,»*51.25 


223.00 


Whatcom* 


.67* 


1U7.615> 


220.00* 


TOTi\i.S 


1<»1.;7 


67,93*4.02 


430.83** 



Omitted frora computations of the average because of nature 
of their programs 



Average 
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Appendix F 



Systeci Ratios of Classified Er!.ployeds to PTE 



rr.AYS HARBOR COLLEGE 



Ciassified 

Colle<»e FTE EiBolove€;s Ratio 



Spokane 7,592. !»♦ 81 30/1 

Centralia 2,6G2.99 34 78/1 

Skagit Valley 1.997.06 26 77/1 

Oiympla 2,985. 68/1 

Columbia Baslh 2,568.21 MO 6H/1 

Ft. SteilacQon 2,128.71 ^ 63/1 

Hig-nline it, 297.70 . 115 . 63/1 

Clark 2,845. 3tt 49 58/1 

Shoreline *»»299.38 75 57/1 

YakiiTia Valley 2,063.38 52 57/1 

Green River 3,605.14 64 56/1 

Peninsula 926.20 17 54/1 

Everett /LdnK>nds 5,249.39 102 51/1 

Walla ^^alla 1,518.55 31 49/1 

Lower Columbia 1,588.98 35 45/1 

Grays Harbor 1,349.78 31 44/1 

Big Bend 1,013.01 24 42/1 

Wenatchee 1,451.25 35 '♦1/1 

Bellevue 3,194.70 78 41/1 

Seattle 10.265.72 294 35/1 

Tacoraa 3,430.55 101 S**/! 

Whatcom* 147.61»> I* 148/1* 

TOTAL 67,934.02 1,365 50/1 



''Omitted from computations of the average because of 
nature of their programs 
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Appendix G 



GRAYS HARBOR COLLEGE 
ABERD£E;i. WASHINGTON 



February 9, 1973 



TO: Mr. John Killian 

FROM' Joseph A. Malik 
SUBJECT: Administrative Staffing 



As a foilOM-up on the analysis we are presently conducting in our SEARCH 
core group on staffing, I would lil«e to conduct a more detailed study of 
our full-tiroe administrative positions. Even though we have evidence 
that adainistrative staffing ratios relative to FTE students are "in 
line with the statewide picture, it is incumbent upon us to make the 
best use of our h\maxi and financial resources. With that in mind, it is 
m intention to examine critically each admlnistj-ative position and all 
roajor administrative functions associated with each administrative posi*- 
tion. 

Please respond to each of the questions below in either outline or narra- 
tive form. Your responses should only reflect the duties and responsi- 
bilities which you have and perform, or those on which you receive direct 
or indirect assistance from another professional. (A separate foUow-up 
study of a similar nature will be conducted on duties and services which 
are performed by classified personnel*) I think it would be more conven- 
ient if you would make your response on separate sheets of paper. Please 
reply by February 22. Thank you. 

1. Please list the three or four top-priority duties and/or responcfhtH 
ties of your position. Feel free to review your job description. 

2. Please list the three or four duties and/or responsibilities which 
normally occupy the greatest amount of time when analyzed on a quar- 
terly or annual basis. 

3. Please list any of your present duties and/or responsibilities which 
in your judgement could be deleted or disregarded without having ad- 
verse effects on institutional programs and services. 

1*. Please list any duties and/or responsibilities which you associate 
with your position (whether or not they are listed in your job de- 
scription) presently not receiving as much attention as you think 
would be desirable. 
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Appendix H 



(^HAYS lv\R30R COLLETJ . 
ABEKDEEH, V.'ASHIUCrrOll 



February 21. 1973 



TO: Employing Officials 

FROM: Joseph A. Malik 

SUBJECT: Analysis of Duties and Work Load 



As you kiKSw, we have been studying duties and work loads of all per- 
sonnel ian campus in the interest of making the best use of institutional 
resources. This is a survey of aU classified positions at Grays Harbor 
College. Rather than developing; a check list or rating scale of some 
kind, I am asking each ensgloying. officiaJL to analyze the duties and work 
load of each classified position under his direct supervision. 

Therefore, would vou please analyze the duties of each classified posi- 
tion under your direct supervision , and report to me the conclusions 
you make about the need for the duties contained in each position. 
Please feel free to use outline form, narrative form or any logical 
approach to providing this information. Try to be specific and brief. 
Please discuss this request with me further if you need clarification. 

I would like to have your response by Wednesday, February 28. 

Your assistance will be very much appreciated. 



JAM rial 

Distribution: Dr. Frost 
Dr. Harris 
Mr. Killian 
ilr. Mecsmer 
Mr. H. Pbipps 
Mr. R. Scott 



Mr. Simmons 
Dr. Smith 
Mr. Spellman 
Mr. Stevens 
I4r. Strieker 
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Ill accordance wltu tuG |.rcvluloio of uvclion.'. 32 thr-curh , nhai^- 
t*£V Li\f}-j oi ex. scss. , aj ej.sudeu rhapter 5, Laws of 

ij70 , 2r..i ^'X. sass., thfc foliowitig pto-^Adur^ts for reuut^^ at Cojwi.'mi ty 
GoiiC'ie District lio. 2 will be isTr leraented as of March 26, 1973. 
Vhese procodures supersede tna previously adopted TENURE RLGULATIONS, 
Grays i-.arbor Coilcfe. 'ranrinj^ of tenure should be the rule, not the 
{ixcvftlou; if denial of tenure becorrx2s the rule, the l.irine pi-Act!oec 
Qt tue coile^i^e shall be re-ovaiuatod. 

i'enurf Vc'V\c^/ btatement^ 

Tiie only dif feroucc Lotw«en a nontenured and a tenured faculty raenfeer 
i:; that the latter is fcvai-aated periodically for the purpose of in- 
provin f s.2rvic«=fi and inatruction and the former is evaluated regularly 
tor tie additional purpose of graucing tenure. The dean of instruction 
jiiaii hoid ar: election and select a tenure review committee which will 
intorviow and evaiuite tne probationer and will make recoTunieudations to 
the board of trustee^ re.'«rding the pr-ofes-^ioual qualifications of the 
nontenured f.iculty !.;om;>er. 

It shall i>e tho policy of Coron.unicy College Dj;?trict No. 2 that the 
board of truitee:^ , on tne recomiiiendation of the tenure review coumiittee 
v;hich has interviewed and evaluated the probationer, may grant tenure 
at any tire between the ayjui..ption of his faculty position and the end 
oi the two vear pro.>ationary period, except tliat compelling reasons 
nuct be shown fcr the aivard of tenur«» prior to the second year of 
pxxsbation. 



Definitions 



Faculty Appcir.tr.en_^ - Full-tin.e enployment as a teacher, counselor, 
iibrTrian'or~otiier position for which the training, experience and 
responsibilities are co iparable as deter-idned by the appointing 
authority, except adndni-^trative appointtnents , 'faculty appointn»ei»t" 
Ghall !;.ean departnient iieads, division neads and adndnistrators to 
the extent that ^;uch dspartn^ent heads, division heads, or adroin- 
iatratcro hcjvo tiad cr do have r>tatus as a teacher, counselor, or 
librarian. 

Full'titne x^'osition - One in whiai the faculty meriber receivt.s a 
contTact label^id' full-tir.:e and works a regular load of his division 
or area for any throe con>piete quarters in one calendar year. Only 
special circwnstances, wuicn siiall be described in writing, will 
per.v.it tht faculty mt±er to work leas than a rf»r,ulaf load and i-ct^ji 
a full-tine coiitract. 



C. ui;;rtij{i il teyiow Co^rr/lttj^^^ - A cor^riitt^^vi to' hear dismissal cases 
shall te curpcsow of nomTcn'*::; c: thv ad!:iiii'j*trative staff and the 
teaching faculty ♦ uic ivj^X'^j.^ientat ivv^t; of tae teaching: faculty 
shall t^{*r^sent a .ajority of tno i^icnijers on each revie^^ consnittee* 
The r,;ci:5or3 re^jent ir:. i;*^^ tt^^a^ hjur faculty on each tenure review 
conimittee *ihali he seiocred by 4 uijoritv of the teadiin^ faculty 
and faculty division heads actii^": in a body as specified by the 
disir.iitipal poiicv. 

rS^.'^^J^y.^ll^^il holds a faculty aprointment. 

Fi^ol ^ritio uer - Auv individual holainj:, a probationary faculty appointinent • 

Prob at i on arv Facu It y Appoi nt ment - A facility appointment for a desig- 
- natfid purio'id of^tT^ie irfiirdi may be terminated without sufficient cause 
u]?on expixation of the prcoationer*s terns of emplcyti^nt, 

temirc - A faculty apt/ointinent for an indefinite period of time whid; 
^ay Zo re vexed only for s^ufficient cause and by due process. 

Tenure Revie w Co mmi ttee - A committee composed of the prKDd>ationer's 
faculty p^oTt^ and the^Vdminiotrative staff of tne conrniunity college 
providing that the majoritv of the conmiittee shall consist of the 
probationer's fviculcy peers and that the faculty members be elected 
as specified by the tenure policy by a majority of the faculty members* 

^ Appoint i ng Au thor ity - Shall mean the board of trustees of Ccanmunity 
College district ♦.o. 2. 

J, Adrnini.; trat ive Ap;[; olnt r nent * 3hall tnean enployment in a specific 
adnTriistrati^v'e position as dcternined by the ^pointing authority^ 

AUniini^trative Position - For |>urposes of tiiis document, the following 
rciitions'^are cor;3idered administrative positions at Grays Harbor 
Coliere. president, dean ol instruction^ business tnanager, director 
of student activitiohj, registrar, director of vocational education^ 
director of continuing education. 



Procedure for Orantinr; Tenur-r* 

A. lie lection of tiio Tenurti Keviev; Coinmittee 

1. A tenure review contuittee shall be establisned for eacii pro- 
bationer* The committee shall be responsible for the probationer 
until he is either granted tenure or is no longer employed within 
Commiinity College :;dstrict Wo. 2. If a vacancy occurs during 
the terms of service of tiio tenure review cofimjittee merrfcers, the 
dean of ^nat ruction will call a special election within two weeks 
to fill that position. 

2. The dean of instruction shall be responsible for the establish- 
rnent of eacn tenure review cor»ndttee, which shall normally begin 
functioning no later than four weeks after the day that the pro- 
bationer has begun his faculty duties. 



3. n.icii tciiim? re'Vi:evr comrrittee ihali be composed of five tneradjers. 
ihere r.Uail autoiuatic aominvCion of the appropriate divisicMi 
chain.ian to pot: it lea nu't.ber one^. Cue faculty meniber shall be 
nominated by the procationar to position nuitiLer two. After 
tncis aoiai nation £. are -lade, the dean of in5.;truction shall call 
an ail-facuity n;octing at wiilch faculty meinbers shall nominate 
one faculty njeniier for position nuinLer three lEsnd siay nominate 
faculty niembers for prosit ions one and two. h vote shall be 
taken and the nominee recvjiving a majority vote for a parti ''tilar 
position shall be elected. If no candidate for a particular 
position receiver a majority vote, a mm-off election shall be 
held within fivw days bet^«^een the two candidates receiving the 
largest number of votes. The president of the college shall 
appoint members to positions four and five (the membership of 
the presently constituted tenure review conynittees will not be 
changed because of the passage of this code). 

H. EveLLxiatioft of the Probationer 

if ti»e probationer disagrees with th«* teuut-o its view cooanittee's 
reco5.'imendation, he shall be ^lv*su an opportunity to rhnn*»nr** v•^ 
before ti»e collese president. 

C, Final Action on Tenure 

1. The Xlnai decision to award or withhold tenure shall rest 
with the boai-d of trustees (^pointing authority) after it 
has t'.iven reasona:>le consideration to the rc«*oiu«»endations of 
the tenure ruview coniruittee, and i-eafsoiiahle consideration to 

the recoKuueudation of the college president. Any roroimueudarrions 
of the tenure review conanittee and the president shall be 
advisory onlvf and not binding upon the board of trustees (appoint 
ing autnority). 

2. If the probationer is not to be retained, he must be informed 
no later than tne last day of winter quarter. 

3. If tlie probationer is dismissed prior to the termination of 
his contract , his case shall be considered uy the dismissal 
rovi«w committee in accordance with the laws of the state of 
V;ashin>'ton and the dismissal policy of Community College Dis- 
trict JHO. 2. 



IV. Dismissal 

A. baaij for idsmissal 

A tenui'ed faculty member shall not be dismissed from his appointnient 
except for sufficient cause, nor shall a faculty member who holds a 
probationary faculty appointment be dismissed prior to the dates 
established in the written terras of his appointment except for 
sufficient cause which is of a r.ubstantial natur»e and is not 
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fx^ivolou:ii or incoru^oqueiitlal ck^tcrrnined by thd board of trustees* 
and vAien it ii^ tktettr.ined by th^. br>ard oF tiniste^ti that the termi- 
nation of his ertiploynii^ii t woulU tow in the l^tiist interests of the 
community college* dis^trict. 

Procedures for Di^mijoai 

It A dismissal review conL-nittee created for the express pux^ose of 
nearin/; dismissal cases shall be established no later than 
October 15 of each academic year (except if this pt^vision is 
parsed after October 15 of ai^y academic year« the dismissal 
review' coiniiittee will be chosen within thirty days after passage 
of tiiis prevision), and shall be ccraprised of the following 
nseinbers: 



a. v^e member chosen by the college president 

b* Two faculty nierdjer^ chosen by the faculty and divisiwi heads 
acting a body ana in the following manner: 

(1) Two individuals will t>e ncwninated for each of positions 
one and two by a district -wide random selection process 
as described in (5) below. 

(2) ivo individuals will be nominated in the same manner as 
(1) above to run for each of two alternate positions 
Identified a3 alternate one and alternate two/ 

(3> The aomineea receiving a majority of the votes cast will 
be elected for a one-year term, 

(^) In oa:^e of a v<!cancy in either position one or two 

occurring any timtj; after the election, the vacancy will 
be filled by the oltemates, berjinning wita altexiiate 
one* 



(ii) A district -wide randon selection process will be developed 
by the president of Grays Hari>or College. This selection 
proce':^s will be designed to remove any element of pre- 
selection or predisposition fjpom the dismissal review 
committee selection process* 



c. Tiie c^:*ller,e president shall choose one alternate member to 
serve on t}:e dismissal review coimaittee should the regularly 
appointea meMber be unable to serve on the committee. 

d. The dismissal review coPr;iittee will select one of its members 
to serve as chairman* 



2. ;Jlion the president receives or initiates a foinnal written recom- 
mendation about a faculty member wiiich may warrant dismissal he 
shall inform that faculty member. Within ten days after having 
been so infom»ed, the faculty member will be afforded an oppor- 
tunity to r.eet with the president or his dAfjigi>ee and the r^hairm.^n 



of t!if> divliJidn. At tf.is t^rtiiidnarv ntoeting, which shall be 
an inforriaticn-f at:iorir.^: Jieii-Lon, au acijustr^snt may be mutually 
ai^reed upon, xf tne matlvr in not -/.ettl^d or adjusted to the 
satisfaction ot the colic. e prejiiUent , he shall recommend that 

the ■ f jcultv .t'f ^ »■! Jint ij'VA'U. ■ 

3. if- thti i-rc'sidc-nt reconnends that the faculty weraber he dismissed, 
he shall: 

a. l^eliver a short and plain statetisent to the faculty meajber 
which shall contain 

(1) The grounds for dismissal in reasonable particularity i 

(2) A statement of the le^jal authority and jurisdiction under 
which the hearing is to be held; 

(3) Reference to any particular statutes or rules involved. 

b. Call into action the dismissal review coismitteet and deliver 
the above statement to the meiabers of the dismissal review 
conusittee, if the professional requests a hearing. 

After receiving the president's recommendation for disroissal, the 
affected professional may request a hearing within the following 
five (5) days. If the president does not receive this request 
within five (5) days, the pzvfessional*s right to a hearing will 
be deemed waived* 

5. If the president receives a request for a hearing, the dismissal 
reviev? coffimittee sl-.ali, alter receiving the written recoonnendatiOT 
from the collD^e president ♦ establish a date for a cororaittee hear- 
int; i^ivint? tne faculty nier«iier so charged twenty (20) days notice 
of such hearine,, and inform in writing the faculty roeniber so 
charj-cd of the time, date and place of such hearing. 

e. The di3iT.i:;sai review committee shall: 

a. Hear testimony from all interested parties » including but 
not limited to otfior faculty members and students and receive 
any evidence off<?retl by same; 

b. Afford the faculty mer^ber whose ca-se is being heard the right 
of cross-examination and the opportunity to defend himself 
^ind be dccowpanied by legal counsel; 

c. Allow the collej-e administration to be represented by on 
assistant attorney general. 

7. The dismissal review committee shall include a neutral presiding 
officer appointed by tiie appointing authority. Sudi presiding or 
hearing officer shall not be a voting laember of the coramittee, it 
jhall be his responsibility to: 



a. l!4ke ail runner, jtSigarditi ' the evidentiary and proc^ural 
issues presented duxing ti*(i course of the disinissal review 
conanittee hedritiiis 

i>. Deat and cuifcir with thu mo!T^:>ers of tfte dismissal revi^ 
cofsnitted and advise then in regard to procedural and 
evidentiary isauas ccmsidered during the course of the c«nm- 
ittee's deliberations, 

c. Appoint a court reporter, who shall operate at the direction 
of the presiding officer and shall record all testimony, 
receive all docuii»nts and other evidence introdu^d during 
tiie course of hearings , and record any other matters related 
to the hearing as directed by the presiding officer; 

d. Prepare a record which shall include: 
CD All pleadings, tactions and rulings; 

(2) AH eviden<» received or ccmsidered; 

(3) A statement of any matters officially noticed; 

(^) All questions and offers of proof, objections and 
rulings thereon^ 

(5) Proposed findings and ex^pticms; 

(6) A copy of the recottmtendations of the dismissal review 
committee. 

3. A 000/ of the above shall be transcribed and fuxt^shed upoa 
request to the faculty n»tid>er whose case is being heard. 

9. The hearing shall be closed. However, interested parties, 
including but not limited to faculty neiabers and students, 
will be given an <^portunit^,' to present evidence. 

10. VJithin ten (10) college calendar days of the conclusion of the 
hearing, the dismissal review cotmsittee will arrive at its 
recommendations in conference on the basis of the hearing. 
i3efore doing so, it should give the faculty meidl>er or his 
counseKs) and the representative designated by the president 
of the college the opportunity to argue orally before it. If 
written briefs would be helpful, the dismissal review ccffisnittee 
may request them. The disioissai review c^sndttee may proceed 
to a recommendation promptly or await tlie availability of a 
transcript if making: a fair reccsmnendaticni would be aided 
thereby. Kithin fifteen (15) college calendar days of the 
conclusion of the hearing the president of the college, the 
faculty member and the board of trustees will be presented with 
recoimnendations in writing and given a copy of the record of 
the hearing. 
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11. i'lic board of tr'istees si.aii meet within a reascmobl^ 
time suDS6uuaut to its r-ocei] t of the dismissal review 
comritte* r-econr.tindatioTJi to cojiaider those recoMoendatlons . 
The tooard of trustaes shdll afiord the parties the rigtit to 
oral and written -'trvu:j«ut vvith r^r.j^ect to whether they will 
dicriss. the faculty nsejiwer involwd. The board of trustees 
luay liold such other proceedings as they deem advisable 
before reaching their decision. A record of the pro- 
ceedings at the board level shall i>e made and the final 
decision shall be based cxily the record made before 
the board and the dismissal review ccnsnittee, including 

the brief J and oral arguments. The decision to dismiss or 
not to disiatsK shall rest, «ith respect to both the facts 
and the decision, with the board of trustees after givinp 
reasonable consideration to the recotm^ndations of the dis- 
missal review committee. The dismissal review comtaittee's 
rticouasendations snail be advisory Wily and in no respect 
Lindinj in fact or law upon the decision raaker, the boat-d of 
trustees. The board of trustees shall within fifteen (15> 
days following the conclusion of their review, notify the 
diarfc:.od faculty fnea^ber in writing of its final decisicm. 

12. SuiJpension of the faculty neiaber by the president during 
the administrative prcceedini,s involving him Iprior to the 
final decision of the board of trustees ) is justified if 
ifnwdiattf- harm to himself or others is threatijned by his 
ccuitinuance. Any such suspension shall be vfith p^. 

13. Except for sudi simp le announcements as Piay be required 
coverini: the time of the hearing and similar ipatters, no 
public statements about the case shall be awde by the 
faculty member » tite disrdssal review committee or adminis- 
trative officers of the board of trustees until aU adminis- 
trative proceedings and appeals have been con5>ieted. 

lU. Any dismissed faculty member shall have the right to appeal 
the final decision of the board of trustees within ten (10) 
days of the receipt of the notice of dismissal. The filing 
of an appeal shall not stay enforcement of the decision of 
the board of trustees. 

15. If the pre^id^nt of Grays Harbor College initiates a formal 
written recommendation that a faculty meraber be dismissed 
and the ooard of trustees decides to retain the faculty 
me.Tiber, or if the trustees* decision to dismiss a faculty 
ji^rtjber is reversed by a court, all evidence conceming the 
dismissal will be removed from the faculty roerober*s pewjia- 
nent personnel file if the reason for the denial of the 
recommendation was the president *s failure to establish 
the facts which were the basis for the dismissal recom- 
mendation. 

If the facts wliich were the basis for the dismissal 
recommendation were shown to the satisfactioj of the 
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trustees and tlf coartT, but the Oisnlssal recommendation 
v;x-s not foilweii i>ecaus.» the trustees or the courts <te- 
cided that the iactj v^ve uot sufficient to warrant dismissal* 
the factis wiiidi wer« ahowa would *)e retained in the faculty 
?;it?:^-»er's i-crm/irient iMiiStfunv>i file along with a record of 
the outcor-e of thts Ui^trissal proceeding. 

If the facts are to he retained in the faculty roenfcer's 
permanent persotmel file, the faculty member will be given 
an opportunity to review the facts and to write an explan- 
ation which will be retained along with the findings of 
fact. 



Academic Hi:\ployee ttciiaction Procedure 

If an academic tmnioyee v.itli a Tuli-tiroc faculty appointment is to be 
laid off for projiran ternination or reduction, decreases in enrollment, 
cUan5:e5 in educational policy or 5ubstantial evidence of a serious 
shortage of funds, the Grays Harbor College Policies and Procedures 
for Tenure and j)isriis.*^al vili be utilized and the follov;inf» criteria 
♦•:nd procc(b;i\.'s will be used: 

X. The president, v.'ith consultation from his administrative staff, 
ivill review the n;»lure of the problen facinj; the college. If 
the president determines that reductions in staff are or will 
he necessary in the near future, he will give notice of the 
putcntial reductions to the recognized academic employee orpan- 
iiatior:. The notice vhich the president gives to the recognized 
academic enployee organization shall include: 

1. The reasons for the proposed reductions in force; 

2. The number of acader.tic onployees to be considered for layoff. 

U. The recofinized academic enployee orfanization ivill then have the 
ri-jht to meet nith the president who shall fully document the need 
for such reductions in staff. The i«resident shall present and 
explain the iraior criteria to be used to identify those to be 
laid oCf. If any courses currently in the curriculum are expected 
to be eliminated, ho shall identify those courses and explain why 
they have been Judjfod not to be the most necessary course offer- 
in^^s to maintain the best possible quality educational opportun- 
ities at Grays Harbor College. 

C. The need for a reduction in force will be determined on the 
basis of tlie need for reduction in each division of Grays Harbor 
Collet^.e . 

D. The divisions at Grays Harbor College, for purposes of this docu- 
ment » shall be Business A^injinistration , English-Speech, Health 
and Physical Education, Humanities, Life Sciences, Physical Science 
and Matheti-aticf. , Social Science, Vocational-Technical, Adminis- 
tration, Library, and Student Services. 

K. Within a reasonable time after tiic start of the fall quarter of 
each year, the dean of instruction, with advice from the appro- 
priate division chairman, shall assit^n each academic employee to 
a division. An academic er.pl oyee may not be a member of more than 
one division. (If this code is passed durinf* the school year, the 
dean of instruction shall assign the academic employees to their 
respective divisions within a reasonable period of time after 
passage of this code.) 



F. If the nuixber of academic en; ploy t»es is to be reduced^ the 

president, with .iJviiC* fruin the* doatt o{ instruction and division 
chairmen, shall decide iii the case of each affected division 
v;hat course offerings ruul/or other services are most necessai-y 
to maintain quality educatioii at Grays Uarbor Collej^e. The 
president shall t-on^^ 1 Uor bu f iiot be lifnitod to the following 
factors: 

1. ihc enrollment and tlie trends in enrollment for not less 
than four consecutive quarters, if applicable, and their 
effect upon each division; 

2. ThQ goals and objectives oT Grays Harbor Collef.e and the 
State lioard for Comnunitv College Education; 

3. Information concerninr, faculty and administrative vacancies 
occurrin<T through rerirenent, resi. ".nation, sabbaticals and 
l':»a\'e? of absence 

T{io.;c duties ar.sociated v.ith the course offerings and/or other 
services detcrnined to be utos t necessary at Grays Harbor Collef.e 
will be considered needed duties of an academic employee* 

kl. The president's determination of the most necessary course 
offerings and/or otiier services is nut subject to review by 
the disi.iissal review committee, 

I. If a reduction is necessary v»ithin a division, the followinfi 
order of layoff will bo utilized provided there are qualified 
academic employees to replace and perform all the needed duties 
of the academic employees to be laid off: first, part-time 
acacemic employees; socon^l, probationary appointees \:ith the 
least seniority; third, full-time tenured academic employees 
v;itii the ItNist seniority. 

J. Senio»r2ty shall l)e determined by establishing the date of the 
si]p,nint: of the fir.U full-time contract for the most recent 
period of continuous i'ull-time professional service for Grays 
Ilfirljor College uhich s!»all include leaves of absence, sabbatical 
leaves, and periods of layoffs. (This shall include profes- 
sional services for the Al^erdeen School District No. 5 prior to 
ID07 if assij^ned to f'.rays Harbor Colleg,e.) The longest terms 
of employment as t!ius established shall be considered the 
]iii!hest level of seniority. In instances where academic employees 
have the same bep.inninn date of full-time professional services, 
s^'Piority shall be determined in the following; order: 

1. First date of the sljrnaturc of a letter of intent to accept 
employnent; 

2. First date of application for employment. 



K. An academic emnloyctf shfill he f i<?tl to instruct courses 

which the president, with advice rrom the dean of instruction 
and the appropriate division chairman, detcrnines the academic 
eoployee is qualified to instrtict. The president's determin- 
ation of what duties* an .fcuieinic ennlovee is qualified to 
perform is not subject ro review by" the dismissal review com- 
mittee. 

I, A full-time tenured academic employee whose contract was not 
renewed as a result of this academic employee staff reduction 
procedure has a right to recall to any teachinpi position^ 
either a newly created one or a vacancy, providing he is quali- 
fied as deterrtned by the college president. The recall shall 
be in reversed seniority, the laost senior first. The right of 
recall shall extend three years from the date of layoff, Full- 
tinc tenured academic employees who have been laid off will 
re tain all accrued benefits , such as sick leave and seniority . 
Upon recall they shall be placed at least at the next higher 
increment on the salary schedule than at the time of layoff 
and v.'ill retain tlieir tenured status. 
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